Survival of women in law enforcement by Badi, Yvonne Tankiso
Survival of women in law 
enforcement 
By 
Yvonne Tankiso Badi 
Submitted in partial fulfillment of the requirements of the degree 
Master in Business Administration 
In the 
Faculty of Business and Economic Sciences 
Of the 
Nelson Mandela Metropolitan University 
Research Supervisor: Professor William Fox 
February 2015 
DECLARATION 
I hereby declare that this dissertation submitted towards partial fu lfillment of the 
requirements for the degree of Master in Business Administration in the faculty of 
Business and Economic Sciences of the Nelson Mandela Metropolitan University is my 
own work and a ll sources used or quoted have been indicated and acknowledged by 
means of complete references. I have not previously submitted this dissertation for a 
degree at any other University or Technikon. 
~eb"Jarv 2015 
II 
ACKNOWLEDGEMENTS 
I want to express my sincere gratitude to the following people: 
• The Almighty, my God, for the giving me the courage, strength and for being with 
me throughout this study 
• My loving husband, Andile Badi, for being the pillar of my strength, for his love and 
support 
• My three daughters, Aviwe, Avuyile and Asiphi le for their love , patience and 
encouragement 
• The rest of my family 
• Andile Mhlahlo, for his mentorship and patience during difficult times 
• The SAPS management in the Eastern Cape 
• All my SAPS former colleagues, who participated in this study 
• Professor Wi lliam Fox, my supervisor, for his encouragement, guidance unwavering 
support 
• All my MBA colleagues who encouraged me to persevere in particular Siviwe 
Sekalo and Patricia Dlamini 
III 
ABSTRACT 
This study seeks to investigate the underlying ideologies and practices behind the 
perception that women who are in command positions are unable to command and 
control, especially those who are in the operational environment. The study was 
executed in the Eastern Cape Province (Eastern Cape), in Buffalo City Metropolitan 
Municipality (BCM). The research participants (respondents) were constituted by 33 
police officers from diverse police stations within the BCM. The participants were 
divided according to gender, i.e. 24 females and 9 males. 
With regards to objectives of the study, the aim was to investigate the following issues: 
i) to understand factors that make women not to be accepted in their positions as SAPS' 
operational commanders, by their male subordinateslcolleagues and community 
members. ii) To understand factors that make women not to be accepted in their 
positions as SAPS' operational commanders, by their male subordinates/colleagues 
and community members, and iii) to explore strategies to utilize in making SAPS' 
women operational commanders, survive while managing their day-te-day respective 
units/components effectively and efficiently. 
Regarding research design, this study mainly used a qualitative research method 
combined with a bit of a quantitative approach. And then the data collection method 
involved making use of semi structured interviews to all the respondents. 
The results of this study show that there is still a huge difference in the number of 
women who are commanders compared to their male counterparts, especially in those 
environments that were previously regarded as male dominated. Further, despite the 
necessary training being provided by the SAPS to women officers, the necessary 
support in particular from management is still a challenge. 
IV 
Lastly, the argument of this study is that there is still not a fair representation of women 
in command positions within the SAPS, especially, in the previously male dominated 
environments. 
v 
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CHAPTER 1 
 
INTRODUCTION 
 
1. Context of the Research Concept and Motivation for the Study 
 
The South African government enacted legislation that seeks to address issues of 
equity in the workplace, both in the public and private sectors. That legislation, together 
with public policies, compels employers to ensure 50% of women representation in 
management positions. Hence organisations and government departments are under 
pressure to meet the 50% target, which is monitored by the Department of Labour. 
 
The premise is that many women have been promoted into management positions, e.g. 
station commanders, branch commanders, unit commanders, cluster commanders, and 
provincial commissioners. All these promotions have been made in line with policies 
and regulations of government that seek to empower women and meet their 50% 
representation at management levels. However, to an extent, there are perceptions that 
not all women are in a position to command according at the expected levels. Either 
because their profiles do not meet the criteria or they are faced with challenges posed 
by resistance by male subordinates.  
 
The nature of the problem is that these women find themselves in environments where 
they must command and control subordinates that are mainly men who have been in 
the police service the whole of their careers, with the necessary skills and expertise.  
When women were first employed by the police they had to cope in a hostile, male 
dominated environment in police work and had to adapt to the stress of being “tokens” 
i.e. becoming either police women or women in the police. They had to assume a tough 
hard approach to their work that had to fit in with the male dominated police model or 
accept the typical female or domestic tasks (Mouton, 2006:2).  
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According to Paneras (2000:250) previous police agencies in South Africa were 
characterised by gross inequalities. As in other sectors of the public service, the 
policies, processes and procedures followed in the police service adversely affected 
female employees in various ways.  
 
With an affirmative action policy in place, more women were promoted in the early 
2000s to commander positions on various operational fields in the police service, based 
on equity considerations. The policy was accompanied by the presence of bodies and 
non-profit organisations that were/are monitoring the progression of women within 
organisations. The Department of Labour must be provided with information regarding 
equity on an on-going basis. 
 
The era of 2009 to 2011 has seen a tremendous increase in promotion of women to 
fields that were previously seen as no-go areas for women. In these areas the 
workforce is expected to be on duty at night, weekends, public holidays as well as 
attending to serious and violent crime scenes. As a result debriefing is often required 
thereafter. Due to the nature of the functions performed, as stipulated above, some 
women have opted out of their placements, stating family considerations as the key 
reasons. Tenny (1953:239) correctly indicated that the profession of policing is exacting 
in its demands i.e. the hours are irregular and the tension is often great .A police officer 
is often constantly in the public eye and his very action, both professionally and in his 
personal life, is subject to comment and criticism. A failure of one police officer to live up 
to the high standard of efficiency and conduct which the public has set for police may 
reflect on the entire law enforcement organisation. 
  
The risks associated with not addressing this problem are that service delivery gets 
affected negatively. For example, women who book off sick for longer periods result in 
delays in finding suitable replacements, vacant positions that have been left by them 
ought to be filled by other women due to equity. However solutions must be found to 
ensure that women are capacitated and empowered to be in better positions to 
command and manage without being hampered by issues of gender.  
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Therefore, the aim of the study is to explore such issues, concerning the employment of 
women in management positions in the police profession. Among the questions that are 
raised in the study are: have women as commanders been provided with the necessary 
knowledge, skills and training to be able to command, to what extent have they been 
accepted by the male subordinates, colleagues as well as the community, what are the 
levels of performance of women who are commanding in environments that were 
previously dominated and preserved for men? 
 
The researcher’s motivation in conducting the study is that she has the experience of 
working in the police environment. She has been working during the years between 
2005 and 2010 in the Legal Services and thereafter from March 2010 to August 2013 in 
the unit for detectives. Therefore, being a women working in a police environment has 
stimulated her interest to conduct the study. For ease of reference some of the 
information given is repeated at appropriate intervals. 
 
1.1  Preliminary Literature Review 
 
1.1.1 A Brief Historical Background of Women in the Police Profession 
 
Women entered law enforcement work in the late nineteenth century and during the 
early twentieth century. This was a time when a strong feminist movement was 
altering the position of females in society. The duties of these women were limited to 
domestic related issues. The first police women were employed on an experimental 
basis. For example, in Australia, women were appointed as police officers in the first 
instance to prevent crime and engage in moral rescue than law enforcement 
(Mouton, 2006:1). 
 
The development of modern ‘professional’ policing in the nineteenth century was an 
extremely important social innovation but it failed to include women. Female police 
officers were first appointed in a sprinkling of locations in the early decades of the 
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twentieth century, including Portugal, Oregon in 1908, Los Angeles in 1910 and 
Toronto in 1913. Appointments continued on a piecemeal basis as the century 
progressed, and often comparatively late. In Eire, the first women police officers 
were appointed in 1959, four decades later than the United Kingdom. Pioneer 
female officers were usually limited to very small numbers within women police units, 
working predominantly as assistants to male detectives. The 1950s and 60s saw the 
beginning of a gradual break out of this cloistered environment as women entered 
juvenile aid units and school traffic squads, eventually joining mixed patrol teams  
(Prenzler, 2013:115). 
 
In South Africa the first appointment of women in the South African Police, took 
place on 1 January 1972. Two white women were appointed as commanders of the 
newly established “women police force”. It was their duty as the first female 
managers to recruit new women police officers in the SAP. They were used to 
search female suspects and deal with female complainants and witnesses. Women 
were also excluded from certain units in the police and a separate women structure 
was established. This separate structure was there to deal with all female related 
personnel issues. It was only during the early 1980s that a few women started to 
enter the management ranks (Mouton, 2006:2). 
                                                  
 
1.1.2 Societal prejudices 
 
The environments within which police commanders operate are urban, semi urban, 
local and predominantly rural. In the Eastern Cape alone there are 192 police 
stations, a sizeable percentage, of which is in rural areas, where the communities 
have the tendency of not being receptive to women who lead police stations. As 
community leaders, traditional leaders and chiefs seem to hold the belief that women 
are inferior and are not destined for leadership positions. And, in general, women 
have the tendency to be prejudiced towards other women who are leaders. For 
decades, the people who live in these rural areas have seen only men as station 
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commanders. As a result they have the strongest belief that it is only male station 
commanders who are able to protect them or make their living environments safe. 
According to Mitchell (1996:2), women in society are often stereotyped as: 
   Lacking leadership aspirations 
- The weaker sex 
- Irrational and emotional 
- Controlled 
 
This means that police women are not viewed as suited for leadership roles in the 
same way that policemen are viewed i.e. as suited for leadership roles. Women 
were mainly employed in the areas of victim support and administration. They were 
given functions such as typists, issuing of licenses for firearms and compiling 
medical boards. (Mouton, 2006:3). 
 
Most countries took years to appoint women in formal employment due to people’s 
stereotypical views that relate to the division of labour in terms of gender. Women 
were perceived as belonging to the private space of home and family. Hence 
traditionally they have been excluded from the public space of politics and paid work 
(Morrison, 2005:20). Bezuidenhout (2000:21) adds; the expectation about women 
has always been that they should not have occupations that take them away from 
their families. It is rather men who should be breadwinners. 
 
Lastly, according to Paneras (2000:251, in most contemporary societal 
arrangements, law and custom define what is masculine and feminine. Men and 
women have differential access to political power and economic resources, and 
cultural images and representation of women are fundamentally distinct from those 
of men. Given gender social definitions, especially gender stereotypes, elitists are 
likely to believe that women lack the traits required to fill positions of responsibility. 
Women are stereotyped into certain roles according to what society believes and 
within the framework of scientists who emphasize the differences between the 
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sexes, which reinforces the stereotypes and increases gender inequalities in the 
work environment. 
 
1.1.3 Organisational culture 
        
The SAPS has been and is still an organisation that is predominantly led by men.  
These men hold a strong belief that women lack capacity to manage in an 
operational capacity in the police organisation. In most cases, women who are 
currently in command positions were previously in support environments within the 
SAPS. Hence certain components within the organisation, i.e. the task forces, dog 
units, detectives, have always been commanded by men.  
 
In the SAP, prior to the amalgamation of the eleven police agencies to form what we 
now refer to as the SAPS, there was a structural separation between men and 
women. There were restrictions put in place i.e. circular 2/29/1 dated February 1976, 
established the numerical strength of females in the police service at 850. It further 
prescribed that only 3% of the total number of females, as opposed to 18, 75% of 
males could hold commissioned ranks. The separate structure for women was 
based on the perception that women did not have the same abilities as men and 
could not take charge of men.    
 
For this reason some staff members, especially men, refuse to take instructions from 
women commanders. This is why employing women seems to be opposed by male 
police officers. Dodge and Valcore (2010:700) argue that the belief about law 
enforcement was that it needs “manly” skills like physical strength, aggressiveness, 
and bravery. Such skills are innately associated with masculinity. Hence the policing 
job has been a profession that was perceived to be strictly for men, for a number of 
years. 
 
9 
 
Mitchell (1996:3), who was a sergeant in the South Australia Police, in a paper 
presented at the Australian Institute of Criminology Conference in Sidney on 29, 30 
and 31st July 1996 had the following to say on cultural barriers: 
 
“The informal structures act as a barrier to women’s participation and promotion. The 
informal structures include prevailing beliefs, values, customs and attitudes in an 
organisation. Policing is one of the World’s most masculine occupations and men 
have closed doors to women who want to work in masculine occupations. Women 
police have not been automatically accepted into the police services; in some cases 
they have met outright hostility and victimisation. In some other instances they have 
learnt to’ fit in’ in an attempt to gain acceptance.” 
 
1.1.4 The impact on women 
  
In a masculine organisation, women are seen as “the other”, “not part of” or as 
peripheral to its operations. They don’t “fit in” naturally and this can impacts on women 
in the following way: 
- A loss of self worth and self esteem 
- A loss of confidence 
- Demotivation 
- Anger, resentment and frustration 
- Sickness (Mitchell, 1996:4) 
 
1.2 Research Questions 
 
Can the performance of women commanders be described?  
What are the knowledge, skills, working experience of women commanders? 
Have women commanders been accepted by male subordinates? 
When was the first appointment of women as police officers? 
What can be recommendations to enable women to function optimally? 
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1.3 Research Objectives 
 
To investigate factors that inhibits women, as operational commanders in the 
SAPS, from being fully capable of managing their day-to-day respective 
units/components effectively and efficiently. 
 
To understand factors that make women not to be accepted in their positions as 
SAPS’ operational commanders, by their male subordinates/colleagues and 
community members. 
 
To explore strategies to utilize in making SAPS’ women operational commanders 
survive while managing their day-to-day respective units/components effectively 
and efficiently. 
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1.4 Research Design and Methodology 
 
The study made use of a quantitative design. The research methodology was 
characterized by the following: 
 
Literature review - Various journals and books were used to explore and interpret 
the views of other writers who have focused on similar topics. This helped in 
identifying gaps in the literature. 
 
Interviews - The study made use of semi-structured interviews with different officers 
who work in police stations in the Eastern Cape Province. These are: the Provincial 
Commissioner, cluster commanders, station commanders, as well as unit 
commanders who are women. Men who are in command positions were also 
interviewed.  
 
1.5 Outline of Chapters 
 
Chapter 2 focuses on the literature review, i.e. a historical background on women 
and policing profession, the masculinity image of the police profession, and equity 
targets in the South African policing profession. 
 
Chapter 3 covers the details of research design and methodologies that were 
utilized during the fieldwork. This also includes the data analysis and the 
shortcomings of the study. 
 
Chapter 4 contains the results of the fieldwork (the empirical findings).  
 
Chapter 5 focuses on the conclusion and recommendations of the study. 
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1.6 Conclusion 
 
In this chapter has focused at history of when women first came into the police, the 
world’s most male dominated profession at the time. How they were received by the 
male counterparts, their superiors as well as communities. A preliminary literature 
review of early days of women in policing in the various countries was also covered, i.e. 
Australia, the United States of America and our own country, the SAPS. It is however 
evident from this history that it took amendments to legislation and pressure from 
organisations on women’s rights to finally make inroads and have policies changed to 
enable women to gain recognition as being “policewomen”, and not ” women employed 
in the police” just to do administrative work.   
 
The attitude and mindset of men as colleagues and subordinates has been noted, men 
believing that women are not capable of surviving in the police due to a lack of 
masculinity. The organisational culture as well as stereotyping by communities played a 
part in the non-acceptance of women due to socialisation. 
 
The following chapter will trace the history of women in the policing world. A comparison 
of various policing agencies in various countries throughout the world will be explained 
in order for the reader to understand that prejudice against women in the police was a 
reality and not a myth. 
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CHAPTER 2 
 
LITERATURE REVIEW 
 
2. Introduction 
 
This chapter investigated the view that it has taken several years before women were 
appointed in police careers.  The chapter will also trace the history of women in police 
over the years, looking at various countries throughout the world, from the United States 
of America, Great Britain, Australia, New Zealand, France and South Africa. This has 
been documented in various parts of the world, including South Africa. The discussion 
further explores the view that there is an on-going gender discrimination of women in 
the policing profession. Lastly, the chapter explores the issue of equity targets in the 
SAPS. These have been put in place to ensure that women get appointed in the police 
profession. Despite that, women are not accepted as being competent enough to do the 
duties of law enforcement as well as men. The discussions are organized in terms of 
the following sections: a historical background on women and policing profession, the 
masculinity image of the police profession, and equity targets in the South African 
policing profession. 
 
Certain issues needed to be investigated in more depth and in the process a 
comparative study of two other African countries was made. 
 
2.1  A Historical Background on Women and Policing Profession 
  
Policing has traditionally been a profession for white males. The occupational culture 
had a decidedly masculine tone, with those women who were able to break and enter 
the occupation limited to a few special assignments(working with juveniles).Similarly, 
minorities were traditionally underrepresented among police departments.(Raganella, 
2004:501). 
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Policing has for a number of years been a profession that was perceived to be strictly 
for men, both by the policing agencies as well as communities at large. The duties that 
were originally assigned to women in law enforcement entailed domestic chores such 
as preparation of food and laundry for male police officers and prisoners (Bezuidenhout, 
2000:19). The actual operational duties of policing were strictly allocated to men due to 
the nature the working conditions and the perceived risks associated with them, e.g. van 
patrols and arrest of suspects. 
 
Most countries took years to appoint women as police officers due to stereotypical 
views and various governments’ policies towards women. As a result the first groups of 
women, in various countries only entered policing during the early twentieth century. 
Some examples of countries that embraced the appointment of women in police are 
discussed here, such as the United States of America, Great Britain, and South Africa. 
 
By the 1990s, the numbers of female officers in the more progressive democracies 
reached the 10% mark, but with women often absent from smaller units such as the 
water police and dog squads. Recent research indicates that in most developed 
democracies the percentage of sworn police remains at or below one quarter, with 
much lower numbers in management ranks, and with women from racial or ethnic 
minorities suffering greater marginalisation. Women also remain grossly under-
represented in most non-democratic nations or emerging democracies. (Prenzler, 
2013:124) 
 
2.2.1 Australia and New Zeeland 
 
The first integration of women in the police mainstream took place in the early 1970s. In 
1996 the average level of women representation in the police services was about 14%, 
but there was a noticeable absence at management levels. According to Mitchell 
(1996:4) there were structural barriers which included police work, working conditions, 
service policy and police acts that were traditionally written and organised around male 
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officers by male officers. Their effect was that women were not taken into account and 
therefore women officers were treated less favourably than their male counterparts. 
 
Mitchell (1996:4) states that the selection process as a commissioned officer had had 
the same structural barrier as that under the Police Act in Australia at the time. 
Selection as a police manager was based on rank rather than position and depending 
on the officers being assessed as suitable for commissioned ranks. This was a process 
that was highly conducive to homosocial reproduction, which is a process where males 
reproduce themselves in their own image. As a result fewer women submitted 
themselves to such a selection process. In her view the requirement to command and 
control are relevant to management positions and therefore the personal attributes 
commonly associated with the operational requirement of command and control, are 
attributes that society in general associate with men rather than women. 
 
2.2.2 United States of America 
 
In the United States of America, there are some historical cases that may be noted 
concerning the appointment of women on police duties. These cases include: Firstly, 
the appointment of Mary Owens in 1893. She became the first woman to be given the 
rank of a “policeman” which was accompanied by the full power of arrest 
(Bezuidenhout, 2000:19) 
 
Secondly, a few years later another appointment was noted. It involved the appointing 
of Lola Baldwin of Portland in 1905. She made headlines by being the first woman to be 
given full police powers. Due to the fact that she was a social worker by profession, she 
was tasked with protecting young girls and women against immoral behaviour 
(Bezuidenhout, 2000:19).  
 
Thirdly, in 1910 Alice Stebbins Wells was appointed in Los Angeles Police Department 
in California. Her duties entailed taking care of young women who ran away from their 
homes and were in conflict with the judicial system, and to work towards preventing 
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juvenile delinquency and misbehaviour. Interestingly, she also petitioned the Mayor 
(George Alexander) and the City Council, requesting that an ordinance providing for a 
Los Angeles Policewoman be adopted. Hence in 12 September 1910, Mrs Wells was 
appointed as the nation’s first female to be designated a police woman with arresting 
powers (Bezuidenhout, 2000:19).  
 
The appointment of Mrs Wells, and other women was the beginning of change in the 
USA’s police profession. It resulted in more women being appointed, although their 
appointments were by virtue of their background in the social work profession. However, 
the division of labour based on gender continued to occur. Women were appointed as 
police officers but in many instances they were prohibited from performing the same 
duties as men. For example, they were not allowed to conduct field patrols. All these 
female police officers functioned independently of their male counterparts and did not 
wear any police uniforms. Their salary scales were also lower than those of their male 
colleagues, despite the fact that they were more qualified in terms of education than 
males (Bezuidenhout, 2000:20). 
  
It was reported in a study done in 2002 by Raganella (2004:50) that policing was 
traditionally a profession for white males. The occupational culture had a decidedly 
masculine tone, with those women who were able to “break and enter” the occupation 
limited to a few special assignments e.g. working with juveniles. Later on police 
departments after some research came under increasing pressure from community 
groups, professional organisations and their constituents to employ more females and 
minority police officers. The result was that departments began to think about strategies 
to attract both women candidates and minorities.  
 
Lundman (2009:342) found that starting from the late 1960s changes in the federal law 
coupled with successful law suits, opened sworn police positions to women. As of that 
year, 2009, policing was a less gendered occupation, with women accounting for 13 
percent of sworn police officers nationally. 
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In the United States, in 2010, the Bureau of Justice Statistics released the report 
“Women in Law Enforcement 1987-2008”, which analysed trends in women 
representation in policing across two decades. 
 
The report found minimum growth showing that female officers in local police 
departments followed a slow but fairly steady growth from 7.6% in 1987 to 12% in 
2008.There was a slight decrease in state police departments from 6.7% in 2003 to 
6.5% in 2007. As of 2010 across 14744 agencies, there were 705009 officers, with 
women constituting 11.8%. 
 
2.2.3 Great Britain 
 
Some forty years ago, policing in the United States was a gendered occupation 
composed exclusively of men with no women in sworn positions. Women instead 
occupied unsworn policewomen positions and police “women, children and typewriters”. 
Starting in the late 1960s, however, changes in the federal law coupled with successful 
law suits opened sworn police positions to women. (Lundman, 2009:124). 
 
Great Britain is one of the countries that experienced discrimination of women from 
being appointed as police officers. The discrimination there is obvious from the fact that 
there were instances where women performed duties of policing as effectively as men. 
However, their contribution was not valued. This was because the country had a strong 
view that women should not perform jobs that take them away from their families. It is 
men who should be breadwinners (Bezuidenhout, 2000:21). 
 
Two examples reflect situations of discrimination in Great Britain:  Firstly, the official 
appointment of the first woman in the British Police Force was in 1914, but despite this 
change her responsibility was to render domestic services. Therefore, she was barred 
from the core duties of policing. Secondly, a group of women worked as volunteers, 
doing patrol duties in Great Britain (and Ireland). They were in excess of 8000, and they 
conducted their work effectively. However, the negativity towards policewomen carried 
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on. It only started to subside after Britain passed the Sex Discrimination Act in 1975 
(Bezuidenhout 2000:21). Therefore, woman in Great Britain demonstrated the fact that 
policing is not necessarily a men’s job, but can also be done effectively by woman.  
However, patriarchal ideas (men should be breadwinners and woman tend their 
families) for a long time excluded women from being afforded a chance of working as 
police officers. 
 
In a  study conducted in 2010 “Assessment of women in the police service” it was found 
that in England and Wales the police had made a substantial progress in the 
recruitment, representation and progression of female officers over the previous 10 
years. It was estimated that in 2009 there were more than 36 000 women police, which 
constituted 25% of the police strength. It was therefore a steady progression of 
approximately1 % per annum over 10 years from 17 % in 2000 and 2001, 18% in 2002, 
and 19% in 2003, up to 25% in 2009. In 2009 women were approximately 8% 
sergeants, 14% inspectors,15% chief inspectors,11% superintendents, and 12% chief 
superintendents and ACPOs (assistant chief constable and above) (Prensler, 
2013:125). 
 
 In the study it was found that women were under-represented in a number of areas, i.e. 
firearm/tactical 5%, traffic 9%, under water 9%, air 10%, dogs 13%, surveillance 17%, 
and drugs 18%. Over-representation was found in child/sex/domestic/missing persons 
(Prensler, 2013:125). 
 
2.2.4 France 
 
Women first entered the Parisian Juvenile Squad in 1935 with a rank equivalent to 
inspector. In 1974, Francoise Giroud became France’s first Secretary of State for 
Women’s Affairs, with the aim of feminising various occupations. With the support of the 
President of the Republic, she was given considerable leeway to put that policy into 
practise. She set her sights on the police, which was one of the first institutions to be 
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singled out for reform. It was only then that the prestigious grade of commissaire was 
feminised in 1974 (Pruvost, 2009:37). 
 
Once women were allowed to take the entrance examination for patrol duties, one might 
have expected the pyramid of female personnel to revert to the classical position i.e. to 
be reset on its base, by recruiting more patrolwomen, thus proportionally reducing the 
number of female commissaires. But the way of catching up was rejected by the police 
trade union, and not recommended by the members of parliament and senators. In 
1981 Yvette was appointed Minister of Women’s Rights and adopted the same position. 
Therefore, since 1935 the same blockage has persisted: police officers prefer seeing 
women in the upper brackets rather than accepting them among themselves on the beat 
(Pruvost, 2009:38). 
 
When trying to ascertain where women presently are to be found in the French police 
force the first striking fact is that the pyramid of grades is reversed: the proportion of 
women is greater at the apex than at the base, and the situation has remained 
unchanged over many years, despite the increase in the number of appointed women. 
Their slight advance in the intermediate and upper ranks remains constant. There are 
proportionally more women commissioners i.e. 9% in 1996 and 18% in 2005. Inspectors 
9% in 1996 and 17% in 2005, patrolwomen 7% in 1996 and 14% in 2005 (Pruvost, 
2009:35). 
 
The distribution of women in the police force is also exceptional because it does not 
depend on any particular specialisation. For example, there are no departments that are 
nearly 50% female, while others are dominantly male. In the police women are sprinkled 
quite evenly over all departments and at all levels of command. A total of 20% of the 
public security directorate commissioners are women, which is also the case for the 
19% in Intelligence, 18% in Counter Intelligence, 20% in the Police Academy and 
training, 18% in Border Policing, and 19% in Criminal Investigation (Pruvost, 2009:36). 
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According to Pruvost (2009:36-37), depending on the final mark received during basic 
training, commissioners in training have the liberty to choose which department they 
would like to be appointed to on a list of available posts. Since the women’s final grades 
are as good as those of men, they are not obliged to accept subordinate positions in 
undesirable districts. Therefore, there is same proportion of men and women throughout 
police departments. However; there is one noteworthy exception in the whole police 
force, i.e. the Riot Police. All ranks considered 99.7% are male .In spite of men’s 
absolute numerical superiority in this unit; women are proportionally more numerous in 
the upper echelons. Women were not as yet permitted to be ordinary policewomen in 
the battalions specialised in law enforcement. They are thus allowed to command units 
in which it is still impossible for them to be simple executants. 
                                                        . 
2.2.5 South Africa 
 
The South African Police Force (the SAP force) was established in 1913. Later on an 
amalgamation of all the policing agencies in South Africa took place during 1994, and it 
was then referred to as the South African Police Service (SAPS). 
 
For a number of years until 1971 the SAP Force was an organisation that strictly 
employed males for policing duties. Thus the year 1971 was a moment of 
transformation, which manifested through the then Parliament resolving to have women 
appointed as police officers (Groenewald, 1982:7). 
 
The South African Police, in January of 1972, appointed the first two white women into 
the police force as commanders for the newly established ”women’s police force.” Their 
main duty was to recruit other women into the force. As a result the first group of women 
was trained and later on deployed. Their duties were to search female suspects, and to 
attend to female complainants and witnesses. Further, they were mainly deployed in the 
units for victims’ support and administration, and they were utilized on tasks such as 
typing, compilation of medical boards’ documents, as well as issuing firearm licenses. 
They were therefore excluded from the core business of policing. This exclusion was 
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confirmed by the establishment of a separate women’s section within SAP. It addressed 
all women’s human resource related issues, under the management of two female 
police officers (Groenewald, 1982:7, Montesh, 2010:58). 
 
Differential treatment of females continued and manifested in restrictions on 
employment, training, professional roles, structures and certain social aspects. 
Irrespective of popular opinion, discrimination against policewomen did take place in 
various fields sometimes without them realising it because they were socialised into the 
process that internalised oppression (Paneras, 2000:2-3). As an indication of the 
prevailing attitude towards women in the previous police forces, it is interesting to note 
that the first white female members were only recruited in 1972 and black females only 
in 1983. Regardless of what was persistently referred to as uniform training, female 
members were not allowed to occupy certain positions in specific components and 
units, for example in the former Internal Stability Unit now known as Public Order 
Policing Unit. 
 
Women were prohibited from being station commanders or from occupying other 
positions of command, where they would be in charge of men. They were restricted to 
commanding only women in administrative positions. Further women were placed on a 
separate promotion structure, a situation that was only rectified in 1990 (Paneras, 
2000:2-3). 
 
In addition, in 1972 the SAP force also enrolled the first group of white female police 
officers. This was followed by the enlistment the first group of black police women in 
1982, which consisted of Africans, Coloureds, and Indians. The purpose of appointing 
them was to perform administrative duties. Interestingly, these women were on a 
different post structure, in comparison to their male colleagues. This implies that police 
women had to compete with each other for promotions, and not with policemen. Positive 
changes started to take place in 1989. This was the abolishment of the separate post 
structure, which was substituted at a one post structure for all police members 
(Montesh, 2010:58). 
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Prensler (2013:124) states that in 2010/11, according to the SAPS Annual Report, 
women consisted of 23% of sworn officers, Representation of women improved in 
higher ranks, including 30.3% of commissioned officers. Top management level had 
26.6% that included deputy national commissioners, divisional as well as provincial 
commissioners, and 28% as assistant commissioners and brigadiers. 
 
The National Government has been clear in its gender and equity representation 
requirements. The Government has made serious efforts over the years to promote 
gender equity by developing and appointing women in management positions. In 
addition, the National Commissioner has prioritised the improvement of the gender ratio 
at all levels. The National Commissioner believed that increasing the number of female 
officers was the key to success in policing and reduction police brutality. (Prensler, 
2013:125). 
 
At a national level there are 9 provinces, and there are 153 116 police member, at 1137 
police stations. There are 25 517 commissioned officers, including 8 147 women, non 
commissioned officers total 126 869, including 30 455 women {National SAPS Annual 
Report 2013/14). The gender figures indicate that women, both in management and at 
lower ranks of the police, are still in the minority. 
 
 In the Eastern Cape, where the study was conducted, there are 17 007 police 
members. .For commissioned officers there are 802 women whilst commissioned 
officers who are male officers are1 647. According to gender and ranks there is a 
provincial commissioner who is a female, 3 female major generals against 8 males, 9 
female brigadiers against 28 males,.38 female colonels against 95 males,.162 female 
lieutenant colonels against 341 males and 589 female captain’s against1175 males. 
There are one hundred and ninety three (193) police stations, twenty seven (27) cluster 
commanders’ offices; each police station has a visible policing unit as well as a 
detective services unit, each with a unit commander. (SAPS Annual Report 
2013/2014).As from the 31st of March 2014 there are 14 558 non commissioned 
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officers; of that number there are 3 826 women and 10 732.men (Eastern Cape, Saps 
annual report 2013/14). 
 
2.3 Specific issues 
There are certain issues that need emphasising regarding the position of women in 
policing. The situation in South Africa may also be compared with that of some other 
African countries. 
 
2.3.1 The Masculinity Image of the Police Profession 
 
In various parts of the world women have always been associated with domestic work, 
as compared to formal employment. Morrison (2005:20) states that women have been 
confined to a private space of home and family. As a result they have become excluded 
from the public space of politics and paid work. This has become an opportunity for men 
to occupy positions of authority in the society; hence in most cases they have power 
over women. The situation has carried on a long time with women not being used to 
occupying positions of authority over men. Hence there are gender imbalances in many 
workplaces, with men occupying senior positions while women are left behind. 
 
Policing is one of the world’s most masculinised occupations. In a masculinised 
organisation women are seen as “the other” or peripheral to its operations. Women 
have to become more like men; their progression is dependent on their acceptance or 
their defeat of an” old boy” network. Females are seen as useful in auxiliary jobs but not 
in operational roles (Mitchell, 1996:4).  
 
Prenzler (2013:116) states that the male monopoly in police work was supported by 
powerful stereotypes about the nature of police work and intrinsic gendered traits. 
Policing was seen as requiring symbolic authority and physical force that only males 
could exercise. These myths were perpetrated despite research in the 1970’s and 
1980’s indicating that women police were as effective as men on most performance 
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measures. Women were generally better at diffusing conflict and that there was strong 
public support for them.  
 
In France, according to Pruvost (2006:38), the first large statistical survey of the 
profession (1982) already mentioned the paradox among: police officers, usually the 
most reticent to accept the principle of feminisation, only 10% thought that women 
would be able to do the same job as men, as against 19% among commissioners 
declaring they preferred “having women as superiors to having them as equals or 
inferiors”. Women were thought to be acceptable as from the rank of commissioners 
and above. Student commissioners of both sexes declared that the real difficulty was to 
step up the number of policewomen in patrol duties. The argument most frequently 
raised was that a large majority of women do not possess enough physical strength to 
be as versatile as their masculine counterparts, who at the other extreme are 
figuratively “jacks of all trades” .It is therefore a commonly held assumption that women 
are more suited for the upper echelons in charge of management and judicial 
investigations. Office work appears to be more appropriate for women than being in the 
streets, a potentially dangerous place. (Pruvost, 2006:38)  
 
According to Mitchell (1996:2), the requirements to command and control may be 
relevant to management positions that are operational. It is also her view that the 
personal attributes commonly associated with the operational requirements to command 
and control are attributes that society generally associates with men rather that women. 
Those attributes are decisiveness, leadership, assertiveness, rationality and controlling. 
In direct contrast, women in society are often stereotyped as; indecisive, lacking 
leadership aspirations, the weaker sex, irrational, emotional and controlled. This 
therefore means that society will always view police women as not suitable for 
leadership roles in the same way that policemen are viewed as suited for leadership 
roles. 
It is a fact that women and men are differently socialised It is also a fact that women and 
men bring those gender socialisation experiences to policing. Women are few in 
numbers in contemporary policing and as such occupy token status. Gender does not 
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matter, because police academy training, the police job render those fundamentally 
different experiences unimportant. The result is that there are no significant differences 
in the ways women and men do police work. (Lundman, 2009:343) 
 
According to Lundman (2009:343) women police officers rely on a style of policing that 
utilises less physical force, and are better at defusing and de-escalating potentially 
violent confrontations with citizens. Women officers often possess better communication 
skills than their male counterparts and are able to facilitate the cooperation and trust 
required to implement a community policing model.  
 
 This view was confirmed by Kleiner (2001:101) that in the LAPD, Los Angeles Police 
Department after twenty years of exhaustive research it has been demonstrated that the 
performance of women in policing showed that women police perform better than their 
male counterparts at defusing potentially violent situations and become involved in less 
excessive use of force incidents less often. Women officers build better community 
relations and respond more effectively to incidents of violence against women; crimes 
that accounted for 50 % of the 911 calls to the police. However according to Kleiner 
(2001:101 this is in contrast to the under-representation of women in police 
departments. Women were less than 10% of sworn police officers nationwide, and were 
virtually absent from the higher policy-making ranks. 
 
In another study Kleiner: ( 2001:103) states that the conclusion was that many female 
officers were subjected to a double standard and some experienced some form of 
harassment. For example, some commented: 
“Those interviewed indicated that women are still not accepted. For example, female 
probationers are told they are not as good as men in a man’s job and they must earn 
their way” 
“In some geographic areas, female police officers are told that they are not wanted 
working in the division. One female officer reported being told by her male training 
officer that it is his duty to get rid of her”. 
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Paneras (2000:2-3) states that it was the opinion of some male colleagues that “women 
in high heels and skirts cannot even run to catch a bus” and therefore should not be in 
jobs that were traditionally seen as exclusive male pursuits. The other question that was 
also raised by males was on how women who cannot execute a simple task that require 
physical power would be able to catch criminals who were usually males and were 
physically more powerful than women. 
 
A comparative study of some African countries resulted in interesting insights. 
 
Ghana 
 
There is very little information available on women in the Ghana Police Service (GPS). 
A short assessment was included in a 2008 paper on the involvement of female police 
in peace keeping by the Kofi Annan International Peacekeeping Training Centre. In 
2007 women constituted 19.7% of the Ghana police service (4083 of 20 719), with 
11.2% at inspector level and 10.2% at superintendent level. In January 2007 women 
who were recruits totalled 31.7% ( Prenzler, 2013:125). 
 
Nigeria 
 
According to Prenzler (2013:125), the Nigeria Police Force (NPF) does not provide 
statistical data on the recruitment and progression of female officers. According to the  
2010 report prepared by the NPF for the United Nations Entity for Gender Equality and 
the Empowerment of Women, out of a total of 291 094 police officers in 2010, 36 128 or 
12.4% were women. Women constituted up to 5% of senior officers with less or no 
representation at the top ranks. The report noted that the NPF was an extremely sexist 
organisation, with internal sexism associated with insensitivity to female victims of 
crime. There was a commitment by the NPF to improve the situation with targets set at 
35% female officers by 2015, and the revision of training and recruitment criteria, 
introducing an internship programme for women, preferential selection of women at 
senior ranks and a compliance monitoring programme.  
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South Africa 
 
The South African government endorsed legislation that seeks to address issues of 
equity in the workplaces. The aim was/is to create equal opportunities between men 
and women. Some examples of the legislation include the adoption of the Employment 
Equity Act and the Affirmative Action Policy. However, despite the existence of the 
legislation women are still not accepted in the police profession, by their male 
colleagues as equal partners. This attitude is attributed to the belief that male police 
officers have about the police work, namely that the process of law enforcement needs 
“manly” skills such as physical strength, aggressiveness, and bravery. Such skills are 
believed to be innately associated with masculinity (Dodge and Valcore, 2010: 700). 
That is why for a number of years policing has been perceived to be strictly a men’s 
career. 
 
Therefore, employing women in the police seems generally to be opposed by male 
police officers because it is seen as a threat to the idea of masculinity. This is because 
the image of masculinity was created by men, namely that it is violent and action-
oriented. So women would not be able to cope and perform police tasks as men are 
able to do. Unlike masculinity traits of men, women are believed to have feminine 
features such as being sensitive, supportive and well groomed (Morrison 2005: 21, 
Rabe-Hemp 2008: 251). These are not compatible with the violent and action-oriented 
job of law enforcement. So they threaten the masculine idea of the police profession. 
 
2.3.2 Gender discrimination 
 
Gender is a structure of binary opposites that has been the most powerful of all symbols 
of differentiation since the earliest beginnings of civilisation and since the most ancient 
and simplest cultural elaboration, and the difference has been symbolised in compliance 
with the belief of gender difference. The cultural production of male and female symbolic 
universes has established the belief in the universal essence if masculinity and 
femininity. (Mouton, 2006:11) 
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Gender is also described as the range of characteristics pertaining to, and differentiating 
between masculinity and femininity. Depending on the context, these characteristics 
may include biological sex (i.e. the state of being male or female 
(http://en.m.wikipedia.org/wiki/Gender).  
 
Gender discrimination refers to the practise of granting or denying rights or privileges to 
a person based on their gender. In some societies, this practise is longstanding and 
acceptable to both genders. Certain religious groups embrace gender discrimination as 
part of their dogma. (www.wisegeek.org) 
 
In the past few decades, gender discrimination has gained notoriety as a serious affront. 
It is frequently given as much credence as racial discrimination. Some countries and 
societies mete out relatively harsh punishments to those convicted of gender 
discrimination. (www.wisegeek.org) 
 
Paneras (2000:251) defines gender discrimination of two types namely; vertical 
discrimination and horizontal discrimination. 
 
Vertical discrimination has been described as discrimination within the same 
occupation, where women can be seen as disproportionately represented in the lower 
levels and correspondingly underrepresented in positions of seniority and management. 
 
Horizontal discrimination refers to discrimination across all occupations and shows 
women to be overrepresented in certain lower levels, largely service related jobs, while 
they have restricted access to other more prestigious or lucrative occupations. 
 
There is a further description of three types of discrimination encountered by women on 
daily basis namely:  
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Blatant discrimination, which is described as the unequal and harmful treatment of 
women that is typically intentional, quite visible and easily documented, for example, 
sexist language, sexual harassment and jokes of a sexual nature. Subtle discrimination: 
relates to the unequal and harmful treatment of women that is typically less visible and 
obvious than blatant gender discrimination. It is often not noticed because most people 
(men and women) have internalised subtle sexist behaviour as normal, natural or 
customary. Women’s recommendations, suggestions and positions are played down, 
and there is a clear difference in the way women are addressed compared to their male 
counterparts. 
 
Lastly, covert discrimination, this type of discrimination refers to the unequal and 
harmful treatment of women that is purposefully hidden and often maliciously motivated. 
It refers to male behaviour that consciously attempts to ensure women’s failure, such as 
setting exclusionary, “non-discriminatory” criteria in hiring or appointment procedures. In 
a work situation, the woman is often not provided the full support to fulfil her duties and 
develop to her full potential (Paneras, 2000:252). 
 
Kleiner (2001:104) reports that in a study done in 1998 on females in law enforcement 
conducted by William Timings and Associates, it was found that sexual harassment and 
open sex discrimination were so pervasive that commanders 
 and supervisors not accepted such practices even though they were frequent 
perpetrators. In another study done in 1991, the Report of Independent Commission on 
the LAPD (Los Angeles Police Department) it was established that females in the LAPD 
suffered constant discrimination based on their gender. The vast majority of the female 
officers in the study reported problems with not being judged on ability, and the sexist 
remarks and negative attitudes about personal competence were passed on verbally. 
 
In conclusion, a further study specifically on gender discrimination in the workplace is 
required to determine the extent of gender discrimination in this decade, not only in the 
police but in both the public as well as private sectors. 
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2.3.3 Equity Targets in the South African Policing Profession 
 
As a part of dealing with the challenge of women discrimination in workplaces, the 
South African Government enacted legislation that seeks to address issues of equity. 
This involved the adoption of the Employment Equity Act, and the Affirmative Action 
Policy, for UN both the public and private sectors. Through the legislation the intention 
was to rectify the injustice practices that were imposed on black South Africans during 
the time of the apartheid government (Montesh, 2010: 63). Women were among the 
intended beneficiaries of the legislation, since in most cases the apartheid government 
was characterized by dominance of white males. Included in the current legislation is 
setting targets for organisations. For example, one of the targets (in the early stages of 
democratic South Africa) was to ensure that the middle and senior management 
positions are constituted by 50% blacks and 30% women by 2020 (Montesh, 2010:55). 
 
As previously stated, law enforcement has always been a male dominated space. 
Women were originally appointed in support services, e.g. to work as clerks, 
receptionists and telephone operators.  So the South African Police Service had to 
comply with the transformation measures that were brought about by the new 
legislation. For example, organisations had to strive towards reflecting the 
demographics of the country. That is, in all occupational classes and at all levels of the 
organisation, nationally and provincially, with regard to race and gender (Montash, 
2010:55). 
 
Up to the present, the SAPS has promoted a number of women to operational 
management positions, namely: provincial commissioners, cluster commanders, station 
commanders as well as unit commanders. They are in management positions of their 
male counterparts, who have been operating in those environments for a number of 
years, ranging from 20 to 30 years of experience. This places them in environments that 
were previously regarded as “no go areas” for women. 
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On the other hand, the promotion of women in such positions is not a smooth ongoing 
process once they are there. It appears that there are factors that inhibit them from 
being fully capable of managing their day-to-day respective units/components effectively 
and efficiently. However, it is not quite clear what lies behind such factors, whether it is 
the lack of work experience, their lack of training on SAPS systems, rejection by their 
male colleagues or other factors. Among the aims of this study was to understand such 
factors. 
. 
2.3.4 SAPS Programmes to Facilitate Gender Equality 
 
A number of programmes have been introduced in the SAPS to facilitate gender 
equality. Among the most important are the following: 
 
 
The Women’s Network 
 
In 2003 the then Deputy National Commissioner and Deputy National Commissioner 
together with other senior women within the SAPS, with the full support and 
commitment of the then Deputy Minister of Police, established the Women’s Network. 
(SAPS Women’s Network Constitution). 
 
The aim of the network was to empower women in senior positions to achieve gender 
equality and create a platform for women to conduct dialogue with each other. The main 
objectives of the network were: 
- Improved empowerment of women at all level 
- Improved service delivery to women 
- Improved representivity of women in all disciplines in the service. (Mouton, 
2006:29). 
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Representivity and Equal Opportunity Programme (REOP) 
 
According to Mouton (2006:31), in 1995 the SAPS attempted to implement the 
Representivity and Equal Opportunity Programme (REOP) of affirmative action, where 
250 historically disadvantaged persons were identified as leaders of the future within the 
SAPS and later promoted into managerial positions. However, they encountered hostile 
environment in their positions, inadequate support from the system as well as their 
superiors. The poor implementation of this initiative resulted in the following, among 
other things: 
- A lack of the necessary management competencies among many of the target 
group 
- Demotivation of many police personnel 
- Lack of positive role models for those members of the SAPS who were 
considering career advancement to management 
- Disempowerment of many participants of the programme, who felt that their 
efforts were stifled by their association with the affirmative- action programme 
(Mouton2006:32). 
-  
Due to a lack of commitment by commanders who had to train people appointed in 
these positions, the programme had to be discontinued.  
 
The Emerging Leadership Programme (ELP)  
 
The directive, Emerging Leadership Programme was initiated in April 1997 after a broad 
consultation with stakeholders. The Minister of Safety and Security, the Ministry’s 
Secretariat and the police National Commissioner committed to a revised set of policing 
priorities and objectives. Particular reference was made to the fundamental values of an 
efficient and effective police service which had to be achieved within the short term. 
 
To ensure the achievement of the set objectives, the empowerment of middle 
management was recognised, hence the creation of the ELP. The programme was 
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launched in 1999, the main objectives being to speed up affirmative action as well as to 
develop the management skills of middle management (Mouton, 2006:34) 
 
In a directive issued by SAPS management it was stated that the objectives of the ELP 
were the following: 
 
- To create a pool of competent managers among the middle management echelons of 
the SAPS in order for them to operate effectively and efficiently in their current positions 
and in future  
- To fast track management and leadership development of high potential members of 
the SAPS over the following 3 years (Mouton, 2006:35 
 
The ELP has since been replaced by the Middle Management Learner ship Programme 
(MMLP). This programme according to the SAPS Annual Report is now a six week 
programme for middle management, and priority is given to women. It is presented at 
Thabong Police Training, in the Free State Province. 
 
2.4 Conclusion 
 
The literature shows that appointment as well as progression of women in the various 
policing agencies in several countries has been influenced by a number of factors. The 
commitment and decisions by governments remain the key factor in ensuring that police 
departments in countries realise the critical empowerment and emancipation of women.  
This will only be achieved if there are laws, regulations and policies that seek to address 
gender equality and representation by all. The literature review has also shown that 
there are still specific departments within police agencies that are regarded as male 
“boys club” environments, where there is slow or no progress at all. This seems to be 
consistent throughout the countries investigated. 
 
In this chapter the literature has shown how long the various countries in the world have 
taken to have women appointed in the police and how they have progressed in terms of 
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promoting them into command positions. A trend has also been observed of the 
reluctance to have women deployed in certain divisions/environments/units within the 
police that were reserved for men only. Legislation had to be enacted and policies 
adopted in some countries to ensure that transformation does take place to address 
equity. 
 
It appears that gender stereotypes play a huge role in influencing the perception of 
women who pursue careers in the police profession. This makes women to be less 
acceptable as police professionals, although they are capable of conducting law 
enforcement duties. Women are being tolerated as part of the police system even 
though their capability to do police job is doubted. This is because, unlike men, women 
are believed to lack the necessary aggressiveness and authority, which is essential in 
conducting the duties of law enforcement. 
 
It is however worth noting that compared to other countries in Africa, such as Ghana 
and Nigeria, South Africa has made slow but sure progress in the emancipation and 
empowerment of women in the SAPS, in which the South African government provides 
support (Prenzler, 2013:125). In the SAPS Annual Report of 2011, the then Deputy 
Minister of Police, who is currently the Minister of Women in the Presidency, is quoted 
in the foreword of the Report: 
 
“Government has been clear in its gender and equity representivity. Over the last year 
serious efforts and advances have been made to promote gender equity by developing 
and appointing women in management posts. In addition the National Commissioner 
has prioritised the improvement of the gender ratio and he has instructed top 
management at all levels to ensure the continuous improvement of gender equity ratio 
as a matter of priority. In addition, through the Women’s Network we are continuing to 
drive women advancement in the SAPS. Increasing the number of female police officers 
remains key to the success of our policing goals. It is key to reducing police brutality 
and definitely key to better handling the crimes of domestic violence and rape” 
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The latest figures of women representation in the SAPS are as follows: 
Nationally; 153 116 members 
Commissioned officers: 25 517 
Men: 17 370 
 Women: 8 147 
Non-commissioned officer: 126 889 
Men: 96 444 
Women: 30 445 (SAPS Annual report 2013/14) 
 
In the Eastern Cape where the study was conducted equity figures according to the 
2013/14 Annual report, are as follows: 
Provincially:  17 007 
Commissioned officers:  2 449 
Men:  1 647 
Women: 802 
Non-commissioned officers: 14 558 
Men: 10 732 
Women: 3 826 
 
The above figures show a remarkable improvement in the number of women who are 
currently in the employ of the SAPS. It is worth noting that the greatest improvement is 
in the number of non-commissioned officers, both at a national level and provincially in 
the Eastern Cape. This picture confirms the statements that policing was and still is, a 
male dominated organisation hence the disparity in the number of women as against 
men in all levels/ranks of the SAPS.  
 
The following chapter will cover the research design and methodology that will be 
utilised while conducting the study. 
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CHAPTER 3 
 
RESEARCH DESIGN AND METHODOLOGY 
 
3 Introduction 
 
This chapter covers the research design and methodology that was utilized while 
conducting this study. The topics that are discussed here include the research design, 
the data collection process, the sampling method, data analysis, limitations of the study 
and issues of access, and the conclusion. 
 
3.1 Research Design 
 
The research design that was used in this study is mainly a qualitative research method, 
combined with a quantitative approach. Firstly, qualitative research is a type of 
approach that allowed the researcher to describe research participants in detail. 
Simultaneously, it was aimed at assisting the researcher to understand people in the 
social and cultural contexts within the domain where they live. Hence it was appropriate 
in this study of investigating the attitudes and behaviours of people, which could best be 
understood within the environment where they live. This contrasts with the quantitative 
approach, because it did not remove participants from their environment to place them 
in artificial settings of experiments and surveys (see Babbie and Mouton 2001: 270-
271). A qualitative research design was preferred for this study because it allows the 
researcher to provide a detailed description of the actions of research participants. Such 
a description is made in relation to participants’ own beliefs, history and context (Babbie 
and Mouton, 2008:271). Therefore, it was the preferred option because it allowed the 
researcher the flexibility to provide a broad description of issues around women police 
officers in command positions. 
 
Quantitative research on the other hand provided statistical results represented by 
numerical or statistical data (Denzin and Lincoln, 2000:3) Quantitative research was 
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used to measure variables on a sample of subjects and express the relationship 
between variables using effect statistics, The focus of this research method was to a 
large extent on the testing of theory as described by Hittleman and Simon (1997). 
Therefore this method was preferred, since it allowed some cases of data that needed 
to be presented in the form of statistics. 
 
3.2 Research Methodology 
 
This covers the population targeted, the sampling methods, the data collection and the 
analysis of the data. 
 
3.2.2 Study Population and Sampling Methods 
 
Population: The term population in this study implies the group of people on which the 
researcher had the intention of conducting her study. As a result, she needed to decide 
on whom to focus the study out of that population. Basically a researcher is not able to 
study all the members of the population (Babbie and Mouton, 2001: 84 and 100). 
 
The study population in the Eastern Province consists of 34014 police members, 
including 802 women who are commissioned officers and 1647 male commissioned 
officers. According to rank as stated in the March 2014 SAPS Annual Report, there is a 
Provincial Commissioner who is a female; 3 female major generals against 8 males; 9 
female brigadiers against 28 males; 38 female colonels against 95 males; 162 female 
lieutenant colonels against 341 males; 589 female captains against 1175 males. There 
are 193 police stations and 27 cluster commanders’ offices. Each police station has a 
visible policing unit as well as a detective services unit, each having a unit commander 
(SAPS Annual Report 2013/2014). According to the Eastern Cape SAPS Annual Report 
for 2014, of 14558 non-commissioned officers, 3826 are women and 10732 men. 
 
There are specialized units within the various policing precincts that play a role in 
servicing the various police stations. These units consist of the K9 (previously known as 
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the dog unit), public order policing, FCS (family, child and sexual offences), organized 
crime, commercial crime, and anti-corruption unit. Each of these units has a commander 
and all of them are in the operational environment of the SAPS. 
 
The respondents in this study are from the operational environment and based at either 
the cluster office, police station or in a unit and in a command position. The different 
sections that are included here are: 
The positions that are currently occupied in the SAPS by the sample 
respondents; 
a description of the performance of women commanders in positions that were 
previously dominated by men; 
Ascertaining whether women commanders have been provided sufficiently with 
the necessary knowledge, skills and working experience. by the SAPS (so that 
they are able to perform their duties effectively and efficiently); 
Finding out to what extent women commanders have been accepted by male 
subordinates, colleagues and the public; 
understanding whether women officers were performing the same core duties of 
police officers as their male colleagues when they were first appointed as police 
officers; and 
To examine what the SAPS can do differently to enable women to function 
optimally in the day-to-day execution of their duties in the SAPS. 
 
Sampling: Sampling is a process of deciding what to observe and what must not be 
observed. For example, if one is interested in studying voters, the question is which 
voters must be observed, and which not. There are 2 types of sampling, namely, 
probability and non-probability sampling. Probability sampling involves the researcher in 
conducting a few observations and then generalizing from them to a wider population. 
The sampling is selected randomly from a list with the names of everyone in the 
population whom the researcher has an interest of studying. Non-probability on the 
other hand, is selection in situations where there is no list available from which to select 
a sample (Babbie and Mouton, 2001:164-166).  
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In order to select the study population a purposive or judgmental sampling method was 
used. It involves selecting participants on the basis of the researcher’s knowledge of 
participants’ elements and the nature of the aims of this study. Therefore, it is based on 
the researcher’s understanding of the purpose and judgment of the study (see Babbie 
and Mouton, 2008:166). It has been indicated before that the researcher has a great 
deal of work experience in the SAPS. This gave her the advantage of having inside 
knowledge of participants’ elements. Thus for the purpose of the study the researcher 
believed that a sample of 33 participants in the Eastern Cape would be adequate in 
fulfilling the research objectives.  
 
The study was conducted in the Eastern Cape Province (Eastern Cape), in Buffalo City 
Metropolitan Municipality (BCM). The respondents/participants consisted of a total 
number of 33 police officers. They were based on police stations from 4 areas in the 
BCM, namely: Uitenhage, Port Alfred, Mthatha, and Aliwal North. These participants 
were also divided according to their job positions. These include 3 cluster commanders, 
8 station commanders, 5 branch commanders, and 17 unit commanders. 
  
The participants were divided according to gender, namely 3 female and 1 male cluster 
commanders; 5 female and 3 male station commanders; 4 female and 1 male branch 
commanders; and 13 female and 4 male unit commanders. 
 
3.2.2 Data Collection Process 
 
In the study semi-structured interviews were conducted and appropriate literature 
reviewed. In the semi-structured interviews, the study initially made use of face-to-face 
interviews with 20 respondents. A period of 1 hour to 1½ hours was spent on each 
interview. Later on this process was followed by asking the remaining 13 respondents to 
complete the interview sheets themselves and then upon completion email them back to 
the researcher. This method was used because of time constraints that became a 
problem as fieldwork was taking place. In terms of language, English was used during 
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all the interviews and no translation was needed at all, as the respondents were all 
fluent in English. 
 
The literature review was also used as a tool for data collection. This process involved 
reading various journals, books and official documents and using the internet to explore 
the views of other writers who focus on similar topics. This helped in identifying gaps in 
the literature. 
 
3.2.3 Data analysis  
 
For analysing the data, data coding was used as a tool. The qualitative data was used 
as a means of taking segments of a text and labelling them according to meaningful 
categories (codes).  Coding was used as an element of grounded theory in qualitative 
research. The argument in this theory is that qualitative researchers do not conduct their 
studies as a part of testing a hypothesis in order to add to the already existing body of 
knowledge. Instead they construct their knowledge from the ground up brick by brick. 
Therefore, data analysis, by using coding, is a part of the process in knowledge creation 
in qualitative research (see Babbie and Mouton, 2008:499)  
 
The data analysis in quantitative research was mainly differentiated by using 
computerized software (a database). The software was used to create codes. The 
collected data was captured and then processed to develop categories of responses, 
based on the research objectives. 
 
3.3  Limitations of the study and issues of access 
 
As noted before, the researcher experienced challenges when it came down to 
conducting all the interviews with participants. The issue of time limits and ensuing 
constraint became a challenge to her. Therefore she was able to conduct 20 interviews, 
while the remaining 13 interview sheets were completed by the respondents themselves 
and then emailed back to the researcher. 
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As far as gaining access to participants was concerned, the researcher obtained 
authority in writing from the office of the Provincial Commissioner, SAPS, Eastern Cape 
in order to interview all the commanders. Some of the commanders were identified by 
the Deputy Provincial Commissioner, Policing, and Major General as he was 
responsible for operations in the Eastern Cape. Others were identified by the researcher 
as she was a former Major General, SAPS, Eastern Cape, from the period of 1 
December 2005 to 31 August 2013. 
 
3.4  Ethical Considerations 
 
The study observed the following ethical considerations: 
• The researcher ensured that an informed consent occurred before the 
participation of respondents in the study.  
• The study purpose was explained to all participants before they participated. That 
is, their participation was voluntary and they had the right to refuse participation if 
they felt so, and no negative consequences would follow if they refused. 
• The researcher ensured that there was no disruption in participants’ daily duties, 
as the study was done while most of them were within their offices.  
• The principle of confidentiality was maintained for all the information that was 
provided by the participants. That is, respondents’ information would not be 
disclosed to other people who were not part of the study, and participants’ names 
would not be disclosed to other people. It would only be their ideas that were 
recorded, and no one would be able to associate a respondent’s ideas with 
his/her name. 
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3.5 Conclusion 
 
This study was conducted within the context of the SAPS in the Eastern Cape Province 
in the BCM. The respondents were   police officers from different police stations from 
different areas of BCM. The main data collection tools that were used were semi-
structured interviews and a literature review. Data was selected by means of semi-
structured and questionnaires completed by some respondents. The data was analysed 
and the results recorded. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
43 
 
CHAPTER 4 
 
A PRESENTATION OF THE RESULTS OF THE STUDY 
 
4 Introduction 
 
This chapter presents the results of the fieldwork done in the study, and the discussion 
on the results. The study focuses mainly on the SAPS in the Eastern Cape as a 
province. The different sections included are: 
The positions that are currently (2014) occupied in the SAPS by respondents; 
a description of the performance of women commanders in positions that were 
previously dominated by men; 
Ascertaining whether women commanders have been provided sufficiently with 
the necessary knowledge, skills and working experience by the SAPS (so that 
they are able to do their duties effectively and efficiently); 
Establishing to what extent women commanders have been accepted by male 
subordinates, colleagues and the public; 
understanding whether women officers were performing the same core duties of 
police officers as their male colleagues did when they were first appointed as 
police officers; and 
To establish what the SAPS can do differently to enable women to function 
optimally in the day-to-day execution of their duties in the SAPS. 
 
4.1  Presenting Results of the Study and Discussions 
The results obtained were categorised and are presented here in the equivalent 
sections.  
 
4.1.1 Positions Occupied in the SAPS by Gender 
 
This section identifies the positions that are occupied by 33 respondents who are SAPS 
officers in relation to their gender. See Table 1.a and 1.b. below. These positions are 
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divided as follows: 5 branch commanders, 3 cluster commanders, 8 station 
commanders, and 17 unit commanders. Most (17) of the interviewed respondents were 
unit commanders (51, 5%). The lowest occupied position is for cluster commanders 
held by 3 officers (9.1%). 
 
The study was conducted according to gender with 24 female and 9 male officers 
(Tables 1.a and 1.b), and then these numbers are divided according to the category of 
positions occupied by the officers. These are 3 females and 2 males as branch 
commanders; 3 females and 0 male as cluster commanders; 5 females and 3 males as 
station commanders, and 13 females and 4 males as unit commanders. 
 
In addition, the table also reflects that the number of females is larger than that of 
males; as the study is about women who are in command positions in the SAPS, with 
particular reference to the Eastern Cape, namely 24 females (72.7%) and 9 males 
(27.3%). The table also shows that the most occupied position is the one of unit 
commander, with 13 females (39.4%). The one that is less occupied is cluster 
commander with 0 males (0.0%).    
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Table 1.a: Position occupied i.r.o. gender  
Position occupied  Gender Total 
  Female Male   
Branch Commanders 3 2 5 
Cluster Commanders 3 0 3 
Station Commanders 5 3 8 
Unit Commanders 13 4 17 
Total 24 9 33 
    
Table 1.b: By %, positions occupied versus 
gender 
 
Position occupied  Gender Total 
  Female Male   
Branch Commanders 9.1% 6.1% 15.2% 
Cluster Commanders 9.1% 0.0% 9.1% 
Station Commanders 15.2% 9.1% 24.2% 
Unit Commanders 39.4% 12.1% 51.5% 
Total 72.7% 27.3% 100.0% 
 
4.1.2 Performance of  Women Commanders in Positions 
Previously Dominated by Men 
 
From here on tables (Tables 2-5) will reflect the views of the 24 women officers in 
response to various research questions. These are presented in the form of a statistical 
and narrative manner. In the context of this section, the focus is on the performance of 
women commanders in positions previously dominated by men. 
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Statistical presentation 
 
The outcomes of rating women commanders’ performance in positions previously 
dominated by men are indicated as follows: 5 respondents rated women commanders’ 
performance as “excellent, 7 said fair, 9 said good, 0 poor, and 3 very good” Therefore 
the study shows that there are 37.50% of respondents who rated women commanders’ 
performance as being good. On the other hand, there are 0.00% of respondents who 
rated them as poor performers. Overall, these statistics show that there is an average 
performance of women commanders in positions that were previously dominated by 
men. 
 
Table 2: Describing women commanders’ 
performance 
Responses  Totals Totals by % 
Excellent 5 20.83% 
Fair 7 29.17% 
Good 9 37.50% 
Poor  0 0.00% 
Very Good 3 12.50% 
Total 24 100.00% 
   
 
 
 
Narrative presentation 
 
The results show that the performance of women who are now in command in units that 
were previously dominated by men is at a level that is above average. Despite the 
history of women in policing their current performance is an affirmation that the duties of 
a police officer have nothing to do with gender. Command and control issues are also 
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not gender related. During the interviews no respondent rated the performance of 
women in command position as poor. 
 
We can therefore conclude that the performance of women as commanders in the 
operational environment is at an acceptable level. 
 
They provide good performance although they lack self confidence 
 
Women demonstrated that they can perform well in their duties in command positions. 
However, there are still some challenges, namely: they are not willing to work night 
shifts; they seem to lack self-confidence; they are less keen to investigate serious 
crimes and violence, and then there are still existing perceptions from males, such as 
the following: 
 
“Women do not have the necessary capacity to command and control.” 
 
“They always make excuses about families and children.” 
 
These comments were made by males who are of equal rank and position as female 
commanders. However, results show that the appointment of women to commander 
positions has resulted in their improved performance at work. This is because once they 
occupy such positions they tend to have a great sense of dedication and enthusiasm for 
their duties. However, their sustainability in such positions depends on whether they are 
provided with the necessary skills, training and support by the SAPS. Two of the 
respondents commented: 
 
“Most women have improved in their performance because of their dedication and 
commitment in their duties. Their performance can go on as long as they are given the 
necessary support by their colleagues.” 
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“A number of women stood out as leaders and managers and ended up transforming 
the SAPS into higher dimensions.” 
 
Below are some of the comments made by both men and female respondents and they 
will be discussed in detail. 
 
In relation to women who are not willing to work night shifts: The working conditions 
within the operational environment are such that members are on duty for 24 hours and 
7 days a week. This entails working night duties, whether it is during the week or 
weekends. In addition, when necessary, members are deployed far away from home for 
days and at times for weeks, for example when the country is holding National 
Elections. 
 
Because of the vastness of the Eastern Cape as well as the fact that the province 
consists of police stations that are in the former Ciskei, Transkei and Republic of South 
Africa, the stations are scattered throughout the province from the borders of Lesotho, 
Maluti and Sterkspruit, to the borders of KwaZulu Natal, Mzamba and Bizana, to the 
borders of the Western Cape, Tsitsikama, Baviaanskloof, and lastly the borders of the 
Northern Cape. When it is time for elections, police are deployed to these areas due to 
capacity issues. Most of the stations on the borders are smaller in terms of personnel, 
and this necessitates deployment of others from afar to those areas according the 
number of voting stations (SAPS Annual Report 2013/2014).  
 
Reluctance was indicated by male colleagues concerning deployment far away from 
their homes. Women are said to be reluctant to work night shifts because when there is 
a crime scene at night or a complaint that must be attended to they are expected to 
drive out at night in the police van to attend to those scenes or incidents with other 
members. However, the same male colleagues have also expressed their reservations 
about the safety of women attending to crime scenes in the middle of the night 
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Women nurture talents of their junior staff members 
 
By nature women are builders of families in communities. This is attributed to the fact 
that they are the backbones of domestic work in their households, while they are the 
ones who are responsible for raising children. Once they occupy the positions of 
commanders, women tend to demonstrate their ability to nurture talents of their junior 
staff members. Hence they make good leaders. One of the respondents commented; 
  
“When women are commanders they make very good performances, due to the fact 
that they are able to nurture talent and improve others”. 
 
The working environment in the SAPS by its very nature is a stressful environment; this 
is due to the violent crime scenes that members must attend the post mortems and the 
domestic violence related incidents. Although the SAPS as an organisation has 
structures in place to conduct debriefing sessions for its members (e.g. the Employee 
Health and Wellness unit), members still need assistance on a day-to-day basis. As 
indicated by one respondent that women by their nature are comforters, able to display 
the motherly and tender side of a human being, this provides them with an advantage to 
be able to individually attend to members who are in distress.  
 
The police culture and the attitude of policemen is that “tigers don’t cry” irrespective of 
circumstances, members expect each other to remain strong and not give in. Crying for 
help is perceived by most male colleagues as a form of weakness; hence it is 
uncommon to seek comfort from a commander as most commanders are men. Women 
respondents have indicated that they are gradually changing “the tigers don’t cry” 
culture and have played a major role in ensuring that their male colleagues are able to 
share both their work related as well as personal challenges with them and jointly 
finding solutions for those challenges. 
 
According to Lundman (2009: 343), women police officers rely on a style of policing that 
utilizes less physical force, are better at defusing and de-escalating potentially violent 
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confrontations with citizens. Women often possess better communication skills than 
their male counterparts and are better able to facilitate the co-operation and trust 
required to implement a community policing model. Female officers respond more 
effectively to incidents of violence against women. Thus, women can still adapt to 
leadership positions if they are provided with the necessary support. 
 
Have women commanders been provided sufficiently with the necessary 
knowledge, skills, and working experience? 
 
Statistical presentation 
 
Table 3 below shows the total percentage of women commanders who have been 
provided sufficiently with the necessary knowledge, skills, and working experience in the 
SAPS. The rating of responses on this matter shows that 6 of them are adequate, 2 
fairly well, 5 fully, 3 poorly, and 8 to a certain extent. In short, the results of the study 
show that the majority of responses are rated as ‘to a certain extent’ by 33.3% (8 
responses). While on the other side the minority of responses rated the performance 
‘fairly well’ by 8.3% (2 responses).  
 
Table 3: About the necessary knowledge, skills, working 
experience 
Responses  Totals Totals by % 
Adequately 6 25.0% 
Fairly well 2 8.3% 
Fully 5 20.8% 
Poorly 3 12.5% 
To a certain extent 8 33.3% 
Grand Total 24 100.0% 
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These results indicate that the SAPS provide women with the necessary skills even 
though there is still room for improvement. A closer scrutiny of the results confirms that 
the SAPS have exposed women to the training interventions and the skills required to 
perform their day-to-day duties. More women respondents have acknowledged the 
support and skills provided by management. The working experience has also improved 
when compared with history of policing, where women were mostly required to perform 
administrative duties. Only12.5% indicated that there is poor provision of the necessary 
skills and knowledge by the SAPS as an employer. 
 
Narrative presentation 
 
Below is a breakdown of some of the comments made during the interviews with the 
various respondents: 
 
Women commanders have been provided sufficiently with the necessary 
knowledge, skills, working experience, etc. 
 
• Women are sent to the necessary training sessions that are appropriate to their 
duties. One male respondent stated: 
“They have attended the detectives’ courses, fire arms program, etc.” 
• Women officers are exposed to various kinds of continuous learning like any 
other member of SAPS. 
• Training opportunities are provided to all the members of SAPS in commander 
positions. This takes place regardless of one’s sexual orientation. In such 
instances women seem to be getting more training opportunities, which result in 
them being equipped with the necessary management skills. 
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Women commanders are not provided sufficiently with the necessary knowledge, 
skills and working experience. 
 
• Training opportunities in the SAPS seem to be favouring male officers who 
occupy senior positions. For example, the courses that are provided to station 
commanders on an on-going basis. 
• Women officers have not been provided adequately with the necessary 
knowledge, skills and working experience. This is borne out by the fact that there 
are police stations with units with a shortage of women police officers. This 
situation is common in remote rural areas e.g. on dog units, bomb disposals and 
stock theft. Therefore, there seems to be a need for training and placing more 
female officers especially, in the rural areas.  
• Regarding women’s lack of knowledge, skills and work experience, the problem 
seems to lie with them. It is probably because they do not want to get out of their 
comfort zones in order to prove themselves. For example, they do not want to 
attend courses that are outside their province, or the ones of long duration. At the 
same time they are not willing to work in challenging units like violent crime.  
• Training opportunities tend to favour station commanders and branch 
commanders. This becomes a disadvantage to female officers as most of them 
are not in those positions. Even if women officers are in such position they are 
not provided with the necessary knowledge and skills. 
• It is good that women officers are provided with formal training in order to 
develop knowledge and skills. However, the challenge is in that there is a lack of 
couching while they are doing their duties. It is necessary to embrace couching 
on a daily basis once female officers occupy commander positions.     
• Despite the necessary skills and training being provided, the aspect that seems 
to be lacking is mentoring and couching. One of the respondents, who is left with 
a few months before retirement and had been in the SAPS for 38 years, raised 
the issue strongly. According to her a year or so before her retirement she should 
have been provided a candidate to mentor and be able to transfer all the skills 
that she has in policing. She has the experience of having been in visible 
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policing, public order policing, station commander, and cluster commander. With 
all that experience it would be beneficial to transfer all that knowledge to young, 
promising women who have the potential. 
 
Inadequacy of work experience, skills and support: As indicated in the literature review 
there was an amalgamation of 11 policing agencies in 1994 to form the current SAPS. 
Therefore the respondents came from the various policing agencies pre 1994, namely; 
Ciskei police force, Transkei police force, municipal police and the former South African 
Police (SAP). A majority of them indicated during the interviews that when they were 
first appointed in the Police their main duties were totally different from their male 
counterparts, even though they were appointed as police women and not as support 
services staff or clerks. 
 
Most were placed in the administration section as secretaries to their male counterparts, 
others filing, as well as attending to correspondence. They were not provided with 
firearms, were not deployed in roadblocks, and could not attend to complaints as they 
did not form part of the patrol crew in police vans.  Essentially they were not exposed to 
the core business of policing. There was a limited number, if any, of women who were 
commissioned officers; women were, to a large extent, non-commissioned officers. 
Women who were commissioned officers were those who were professionals, such as 
social workers. 
 
With the above mentioned background it can be noted that when the amalgamation took 
place, a number of policewomen were not in command positions and had limited 
experience and exposure to real policing or in the operational environment of the police. 
The experience that they had been mainly in support services i.e. human resources and 
finance. However, the past decade has seen an improvement in the promotion and 
appointment of women in positions that were previously occupied by men (SAPS 
Annual Report 2013/2014), such as provincial commissioners, cluster commanders, 
station commanders, branch commanders as well as commanders in the specialized 
units. 
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During the interviews the women indicated that the SAPS is providing the necessary 
training However, due to the history within policing they have limited skills, experience 
and  exposure compared to their male colleagues who have the practical experience 
and exposure in the operational field that was in place prior to the amalgamation.  
 
This view is supported by the study conducted by Paneras (2000:260).  One of the 
objectives of her study was how gender discrimination disadvantaged women in the 
former police agencies in South Africa. According to Paneras, women were not allowed 
to occupy positions in specific components and units, for example public order policing, 
finger print experts, dog units and border duties. In a SAP circular 2/29/1 dated 27 
February 1976, it was stated that females could not take up command positions where 
they would be in charge of male members. 
 
The respondents noted that women are generally performing well in their positions as 
commanders. However, they expressed that there are various factors that inhibit 
women's performance which include a lack of: work experience in the SAP, skills, and 
support from staff members. 
 
A conclusion can be drawn that women have the necessary skills and knowledge to fulfil 
their duties as commanders, but lack of working experience. The reason for this is that 
most women have had less exposure to core police work compared to their male 
counterparts, a condition that will remain for some time.   
 
Acceptance by male subordinates, colleagues and the public. 
 
Statistical presentation 
 
The responses to this question are presented in Table 4 below, namely: 1 respondent 
said women commanders have been accepted fully; 1 said “not at all; 12 said partly; 3 
very well; and 7 respondents said well” 
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Table 4: Acceptance by subordinates, colleagues 
and public 
Responses  Totals Totals by % 
Fully 1 4.2% 
Not at all 1 4.2% 
Partly 12 50.0% 
Very well 3 12.5% 
Well 7 29.2% 
Grand Total 24 100.0% 
 
The results show a remarkable acceptance of women by male colleagues and 
subordinates. Only two respondents indicated non acceptance of women by their male 
counterparts and subordinates.  
 
Narrative presentation 
 
Two categories of responses were noted. These include the ones who said women 
commanders have been accepted by their male subordinates, colleagues and the 
public, and others who indicated that women commanders are not accepted in the 
leadership positions they hold. 
 
Women commanders have been accepted 
 
• The respondents noted that community members have generally accepted the 
idea of women who occupy command positions. They also expressed the view 
that even those male subordinates who are resistant have no choice but to 
accept women commanders in those positions. One of the respondents 
commented;  
“Male subordinates do not have much of a choice but to accept women 
commanders. It is a rule in SAPS that you must respect the rank even if you do 
not have like or respect the individual. 
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In most cases the subordinate officers do not have a problem with accepting 
women who occupy commander positions. Instead the challenge lies with their 
counterparts. One of the respondents stated;  
“Male subordinates have accepted us, it is our male counter parts that look down 
on us and are of the view that we are less of commanders than they are.” 
• There is no problem about being accepted by male subordinates if a women 
commander has the necessary knowledge about her duties. Female 
commanders are accepted well by colleagues and the community, especially if 
they are competent. There are definitely male subordinates who have a problem 
with serving under females, but if a female commander is firm she will manage 
the male subordinates well and with no problems. 
 
Women commanders have not been accepted 
 
• They are not accepted because they have the tendency of lacking self-
confidence. They are not sure of what they are doing and they are not firm when 
they give instructions to their male counterparts. 
• It is also a common phenomenon that traditional leaders and community 
members in rural areas have a sense of doubt about women who become 
commanders. Their perception is derived from the misperception that women are 
not strong enough to command. 
• There are some existing cases whereby male officers undermine female 
authority. This situation results in the decreasing number of male officers who are 
supposed to be supportive of women. 
• The acceptance of women depends on the nature of an area where a woman is 
working. For instance, some communities are still stuck on the old school 
thoughts about culture and their beliefs system, e.g. some community members 
still believe that a women’s place is in the kitchen. These perceptions influence 
the allocation of duties in the SAPS. One respondent commented; 
“Women are side lined sometimes when it comes to certain duties of SAPS, like 
dog unit, forensic, as well as public order policing, and so on.” 
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• Sometimes women police officers are not accepted due to working in activities 
that are traditional in nature. These include circumcision rituals in imbizo 
(traditional community meetings) of traditional leaders. 
 
Support from staff members 
 
 There were mixed responses in as far as the support from staff is concerned. Some of 
the respondents indicated that there was support from male subordinates and not from 
women; others indicated that they do not receive any support from males and at times 
feel undermined. Female subordinates or staff members, according to some 
respondents, prefer to have men as their commanders rather than other women and 
have shown some form of insubordination. The SAPS is a semi- military organisation, 
and as a result “the comply and complain later” rule enables commanders to enforce 
discipline at all times. 
 
In Morrison (2004:188) the following findings were made: 
- There was a feeling amongst the police women that their male colleagues did not see 
them as colleagues, but only as women.  
- Policewomen still experienced gender bias (positive or negative) from their male 
colleagues because of gender clashes and negative male attitudes towards women; 
some of the male officials still see them as a threat and an interloper. 
 
Respondents in the study have indicated that males who are subordinates on average 
have accepted them except, as against a few who seem unwilling to accept change. 
Their perception of the latter is that women do not have the capacity to command and 
control; some are of the view that equity has been used unfairly to promote women at 
the expense of men; and they regard males as having the necessary skills, experience 
and exposure to command in the operational environment. 
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Male respondents in the study who are counterparts have a different view. According to 
them, women have the necessary support from men but that they are undermined by 
other women. As articulated by one male station commander: “Women are their worst 
enemies”. Their observation is that other women have no confidence in other women as 
commanders and in their view it is not lack of experience or capacity but professional 
jealousy. Therefore, it can be concluded that, on the whole, women have been accepted 
by men in the SAPS either as their supervisors or as colleagues. 
 
Acceptance of women by communities 
 
Culture in a society is basically the ideas, beliefs and customs that are shared and 
accepted by the people in that society. It is generally agreed that culture is the shared 
ways of doing things in a specific society, i.e. the way in which members of that society 
think, use language, dress and greet one another. It also refers to symbols, rituals, 
events, ideas, beliefs and values that a specific group uses and practices (Mouton 
2006: 13). 
 
According to Paneras (2000: 253), in most contemporary societal arrangements, law 
and custom define what is ‘masculine’ and ‘feminine’. Men and women have differential 
access to political power and economic resources; cultural images and representations 
of women are fundamentally distinct from those of men. As a result women are 
stereotyped into certain roles according to what society believes and within the 
framework of scientists who emphasize the differences between the sexes, which 
reinforces the stereotypes and increases gender inequalities in the work environment. 
 
The police as an organisation is not immune to the cultural beliefs and stereotypes of 
communities, some of whom still believe that ‘the place of a woman is in the kitchen’. 
The Eastern Cape has a vastly rural area, with a greater percentage of people living in 
those rural areas. According to the respondents, communities in the rural areas are still 
sceptical and of the view that women lack the necessary masculinity that is associated 
with policing and in particular that of being a station commander. One male respondent 
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commented that in some areas traditional leaders are reluctant to invite women station 
commanders to their traditional imbizos, in particular when the main agenda relates to 
issues that affect men only, for example circumcision, when boys go to the mountain 
“ulwaluko” in isiXhosa. 
 
One female respondent who was appointed to lead a station that was perceived as 
problematic by the community, indicated that on her arrival the community rejected her, 
saying that previous station commanders who were men were unable to manage as 
well as reduce crime in that area and questioning her fitness for office. It took some time 
of working with the community and having an effective community police forum before 
the community finally accepted her. According to her, women have to double the effort 
in their duties before any trust and acceptance by a community as compared to their 
male counter parts. However, some respondents indicated that they were accepted by 
their communities and have co-operation and better working relations with the 
communities that they are serving.  
 
When you were first appointed as a police officer, do you think you were doing 
the core duties of police officers as your male colleagues do? 
 
Statistical presentation 
 
This section discusses the female police officers were doing the core duties of police as 
their male colleagues when they were first appointed (see Table 5 below). The 
respondents were requested to respond by indicating with a “yes” or “no” as the means 
of expressing their views to the question. Out of 24 female participants, 15 of them said 
“no”, while 9 said “yes”. In other words, those who said “no” were not doing the core 
duties of police officers, while those who said “yes” were doing the core duties. The 
results of the study reflect that there were many officers that were not doing the police 
core duties during the early stages of their employment.     
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Table 5: First appointment versus doing core police 
duties 
 
Responses  Total 
No 15 
Yes 9 
Grand Total 24 
  
 
The results show that more women were not performing the core duties of policing 
when they were first appointed in the various policing agencies. There are however 
some who were appointed and immediately deployed in the core business of the police. 
More than half of the respondents performed other duties other than policing. 
 
Narrative presentation 
 
• Women were allowed to conduct operational duties of the police, but they had to 
do so under the supervision of male officers. 
• Women officers were only allowed to do administrative duties, mainly based in 
the office. They were prohibited from doing the core duties of the police. 
• In the detective units women officers were not exposed in the investigation of 
serious and violent crimes. This situation was perpetuated by the view that the 
nature of this work is dangerous (for women). Therefore, female officers would 
not be able to perform well in such duties as men.  
 
As indicated previously, women in the police forces of the various former TBVC states 
as well as the former SAP were treated differently from men even though they were 
appointed as policewomen. Some of the discriminatory practices to which they were 
subjected were: they were not allowed to have children if single; if a woman fell 
pregnant she would be summarily dismissed; be subjected to pregnancy testing by the 
district surgeon; needed approval of management before entering into marriage and the 
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prospective spouse was first screened to check if he was not a wanted suspect by 
police; and no maternity leave. According to the respondents, this separate 
dispensation in terms of conditions of employment made them feel less of a police 
officer than their male counterparts. This different treatment or dispensation created the 
opportunity for women to be used, and at times having their male colleagues insisting 
on them, to make tea or coffee for them during tea breaks. 
 
Women were not allowed to perform most of the units performing the core duties of 
policing. All these units were for men and the only duties that women were tasked to 
perform in those units were of an administrative nature. No women were allowed to be 
commanders in any of those units; no female district commanders and no women as 
commissioned officers.  
 
What can the SAPS do differently to enable women to function optimally in the 
day-to-day execution of their duties? 
 
• To encourage women officers to work in specialized SAPS’s units that deal with 
crime prevention. 
• Women officers need to be forced to attend courses that are essential in the 
SAPS. 
• Women must not always be placed in administrative duties or support function. It 
is necessary to place them in the core duties of police service. 
• It is essential that there must be couching programs in place whereby junior 
officers can learn from their seniors. This would create an environment whereby 
those who have the potential to lead are groomed into commander positions. 
• There is a need to have various sessions with (women) police officers. These 
sessions would assist them in coping with pressures of command.  
• It is essential for women officers to be placed in various tasks with men. This 
would help in bridging the gap of women deficiency on work experience and 
expertise. This means that women would get a chance to learn from experienced 
male police officers. 
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• It would benefit women officers to stay in a rank for a period of four years before 
being promoted. That would assist in providing them with the necessary work 
experience and self-confidence. Eventually they would become ready to occupy 
command positions when opportunities arise. 
• It is significant that women officers must attend certain programmes that 
maximize their competency at work. For example, these may include fire arm 
training and quarterly physical fitness assessment.  
 
4.2 Conclusion 
 
This chapter provides the views of 34 respondents who are managers/commanders in 
the SAPS, deployed in the Eastern Cape. It consists of women in the majority, as well 
as men. The level of seniority ranks were from major-generals, brigadiers, colonels, 
lieutenant colonels, lieutenants, majors and captains.  An analysis was made of their 
views on women’s performance as commanders in a male dominated environment, 
whether they have been provided with the necessary skills and training by the SAPS as 
an employer, their acceptance by male subordinates as well as male colleagues, the 
communities and what the SAPS can do differently to ensure that they function 
optimally in the day to day execution of their duties. 
 
These findings have displayed how women in the police have evolved from being 
administrative staff due to the laws, policies and standing orders that discriminated 
against them. The results of the previous dispensations had to an extent a detrimental 
effect with regards to skills, experience and capacity of women to function optimally in 
their day-to-day duties as operational commanders. One of the objectives of this study 
was to establish why women are seen as unable or lacking in capacity to command and 
control. The study also sought to establish whether it was one of the following reasons: 
lack of experience and skills; non acceptance by subordinate especially men; non-
acceptance by male counterparts; lack of training, or non acceptance by the 
communities. 
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The SAPS does provide the necessary training interventions according to respondents, 
in particular for station management, which is the first point of entry for communities 
when they report crime. There are set training interventions for middle management, 
senior management in leadership as well as executive leadership training for brigadiers 
and generals (SAPS Annual Report 2013/2014) Targets are set in terms of how many 
members are to be trained by the training division within the organist ion.  
 
Support by male subordinates does not seem to be a challenge, except for a few who 
are resistant to change. What has emerged is the lack of support to women who are in 
command positions by other women who are either subordinates or superiors. 
According to one respondent, the SAPS has a women’s network which was established 
to ensure that women have a platform to engage and address issues that affect women 
in particular as well as to support one another. Despite the existence of the women’s 
network, the challenge still exists and the need for a structured mentorship programme 
is critical. 
 
In the next chapter the study will reflect the recommendations based on the results of 
the analysis and thereafter conclusions will be made. 
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CHAPTER 5 
 
CONCLUSIONS AND RECOMMENDATIONS 
 
5 Introduction 
 
This chapter  deals with the conclusions drawn from the findings of the previous 
chapters and based on interviews held with major-generals, brigadiers, colonels, 
lieutenant colonels, lieutenants, majors as well as captains who are in the employ of the 
SAP in the Eastern Cape.  Recommendations will be made after drawing conclusions.  
The main conclusions were drawn from the following critical issues: 
• The performance of women commanders in positions previously dominated by 
men 
• Whether women commanders have been provided with the necessary 
knowledge, skills and work experience 
• The extent to which women as commanders have been accepted by the men 
subordinates as colleagues 
• The extent to which women have been accepted by communities 
• What the SAPS can do differently to enable women to function optimally in the 
day-to-day execution of their duties 
 
5.1 Performance of Women Commanders 
 
Whether women have been provided with the necessary knowledge, skills and 
working experience 
 
Employers have an obligation to ensure that their employees are provided with 
the necessary training and skills to enable their employees to perform their duties 
optimally. The SAPS has been providing employees with the necessary training 
interventions and skills. There are scheduled courses for all levels of 
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management per annual training plans per financial year (SAPS Annual Report, 
2013-14). 
 
 There has been a remarkable improvement in exposing women of all ranks to 
the various fields of policing. Working experience according to some of the 
respondents is still a challenge due to the fact that women have been exposed to 
the operational environment only after 1994 i.e. after amalgamation. The 
literature review has also confirmed that most units in the police were exclusive 
of women, hence the lack of practical working experience for some women. 
 
It is therefore concluded that, on the whole, women in command positions have 
been and are being provided with the necessary skills, expertise and training to 
optimally perform their duties in all capacities.  
 
5.2 Acceptance of women by men as subordinates/counterparts/colleagues 
 
The organisational culture as well as stereotypes of males within the police has 
changed in the past decade, with males accepting women as commanders. 
Transformation in the SAPS has played a major role in this regard. with particular 
reference to the commitment and support of top management in ensuring equity 
at all levels and in units within the police. The Men for Change Forum, which was 
established a few years ago, has been a vehicle that has positively impacted on 
the attitudes and behaviour of some men in realizing that women are as capable 
of commanding as they are. This was a comment made by a male respondent 
who is an active participant in the Men for Change Forum. 
 
In reality there are still a few men who are aggrieved by the promotion of women 
and view transformation and equity as unfairness towards men who have been 
performing these duties for a number of years. Their opinion is that when it 
comes to promotion, they are overlooked because the organisation must address 
equity. 
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One aspect that requires another study is the assertion/allegation by some male 
colleagues that women do not have the necessary support from other women, 
whether as superiors or subordinates. One reason that was given by men was 
professional jealously, the so-called “pull-her-down syndrome”. This study did not 
cover this particular aspect as it requires a completely new study to test the 
validity of the statement.   
 
The writer is aware that during the period when she was still in the employ of the 
SAPS, the Women’s Network was created and launched in 2003 by the then 
Deputy Minister of Police. The main objectives of the Women’s Network was to 
ensure that women within the police have a platform for dialogue on issues that 
affect them as women and that senior women would coach and mentor junior 
female members. (SAPS Women’s Network Constitution). All the female 
generals were regarded as patrons in particular the female Provincial 
Commissioners, deputy national commissioners as well as deputy provincial 
commissioners.  
 
It is therefore concluded that for the most part women in command positions are 
accepted by men but that there are still aspects that need further research. 
 
5.3 Acceptance by Communities 
 
Communities in the Eastern Cape have accepted and embraced women in 
command positions over a period of time. Women have managed to make use of 
the community policing structures in mobilizing and getting the necessary support 
from members of the community to fight crime. It is constantly being said by the 
SAPS management that fighting crime is not only a police issue but needs strong 
partnerships between the communities at large, the business community, the 
church and all the non-government organisations. Women have been able to use 
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this collaboration of different stakeholders to get the necessary support from the 
community within their policing precincts. 
 
One cannot shy away from the fact that to a lesser extent communities in the far 
rural areas of the Eastern Cape still have their reservations about the capabilities of 
women to lead in an operational environment that used be male dominated. This is 
as a result of cultural issues, stereotypes and some customs that regard men as 
heads of families and women as subjects. This view was confirmed by both men 
and women who were interviewed in the study.  
 
It is therefore concluded that the SAPS has come a long way to having women 
accepted by communities in command positions but that a lot of work still has to be 
done in certain areas, such as the deep rural communities and certain cultural 
environments, to reach total acceptance. 
 
5.4 What the SAPS can do differently to capacitate women as 
commanders 
 
As indicated above, training interventions are provided in the SAPS not only for 
women but for their total workforce. However, there is still a need for structured 
mentorship programmes where women with potential are identified for the various 
specialized fields within the organisation. The ideal period for the identification of 
the potential candidates is at the training college in order for them to be moved to 
the relevant units/fields when they leave the police college. Their permanent 
placement should be in the relevant units to enable them to gain the necessary 
skills and exposure at that early stage of their careers within the police. 
 
 Parallel to this process should be the selection of mentors who are both willing and 
have the necessary expertise and experience to mentor, irrespective of gender. 
This process will therefore create a pool of women, who have the necessary 
experience, and in time women should be ready for promotion to the relevant units 
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as and when they are due for promotion to command positions. The second benefit 
of the programme will be career pathing as well as succession planning in the 
SAPS. 
 
The issue of career paths will discourage what was said by one of the respondents, 
i.e. that the SAPS must make it compulsory for members to stay in one rank for a 
period of four years compared to the current two year period. This would assist in 
providing them with the necessary work experience and self-confidence and 
eventually become ready to occupy command positions when opportunities arise. 
 
It is therefore concluded that women are receiving training, but that women with 
potential should be identified for the various specialized units as early as in the 
training colleges. Mentors should be appointed for them, career paths should be 
created and police women, among others, should be kept in their ranks for a period 
of four years in order for them to gain adequate experience. 
 
5.5Problems and Limitations 
 
There were limitations during the study being the following: 
  
• the distances between the police stations due to the vastness of the Eastern 
Cape as a province, hence a sample of 33  
• Time constraints, as the respondents had to be interviewed during office hours 
and the SAPS is a very busy organisation that has to manage and reduce crime 
• The reluctance by some members to participate in the study despite the 
assurance that their names will not be divulged to SAPS management 
• Reluctance to respond to some questions that required personal views by female    
respondents (the reason may be that the researcher is a former SAPS , major-
general and therefore made them reluctant to say anything negative towards 
SAPS management, who is still their employer)  
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5.6 Recommendations 
 
Representation 
 
Increase the representation of women in command positions within the operational 
environment with specific reference to the K9 (dog unit), forensic experts, the task 
force, the national intervention unit, public order policing and specialized detective 
service units. There is still a gap in terms of the number of women as against men in 
these areas of policing both for non-commissioned and commissioned officers. 
These units were traditionally male dominated and are still viewed as being male 
dominated. 
 
Mentorship programme 
 
The current mentorship programme should be reviewed in its present form. It must 
be aligned to ensure its proper implementation and monitoring. Its effectiveness 
depends on the commitment of the participants in it. As indicated, the candidate 
mentees should be identified from the lower levels at an early stage of their careers 
in the police. The nomination must be based on capacity and merit. The mentors 
must also have the necessary experience, expertise, skills and well as the positive 
attitude to mentor and transfer skills to future leaders of the SAPS. Lastly a 
dedicated team should be appointed to monitor and review the effectiveness of the 
programme, as well as to address weaknesses that have been identified. 
 
Career path 
 
One of the issues that were raised by most respondents during the interviews was 
the fact that there is no clear career path in the SAPS. It was also said to be a 
contributing factor to some police officers lacking the necessary experience and 
expertise. An example that was made was that members move from visible policing 
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to detective services due to a promotion, a few years down the line when posts are 
advertised in visible police the same member applies for that post and is appointed 
and promoted back to visible police from detective services. The result is that the 
member moves between divisions without clear career development. 
 
 It is therefore recommended that a career path is created and encouraged from the 
training college. Female constables should be identified according to their 
capabilities and moved to the various environments; especially those that are still 
male dominated. The curriculum must be relevant for that particular environment in 
order for the candidate to have the necessary theory about that unit. As soon as they 
graduate from the police college their permanent placement must be in those units in 
order for them to gain the necessary experience and exposure. 
 
This process will ensure clear career development; and it will further create a pool of 
candidates who have relevant experience and skills for future leadership positions 
within the SAPS.   
 
Promotional period 
 
In the current SAPS policy on recruitment a member qualifies for appointment to a 
higher level if he/she has been in the current position for a minimum period of two 
years and has the relevant experience and an NQF6 qualification, or if he/she has 
four years relevant experience and a matric. However, from the rank of colonel 
upwards it is two years relevant experience plus an NQF6 qualification. 
 
The recommendation is that the policy should be reviewed to make it compulsory for 
members to remain in the same rank for a minimum period of four years irrespective 
of the level/rank.  
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Succession planning 
 
Succession planning is a process for identifying and developing internal people with 
the potential to fill key leadership positions in the organisation. Succession planning 
increases the availability of experienced and capable employees who are prepared 
to assume these roles as they become available. 
 
Through the succession planning process, the SAPS will be in a position to develop 
the abilities, knowledge and skills of women who have been identified and 
developed. These women will therefore to be able and available to take up key 
management positions as and when they become vacant. The senior women will 
therefore be able to hand over the baton to other women who have been developed 
for such positions. 
 
It is therefore recommended that the SAPS consider the implementation of 
succession planning, with proper monitoring and evaluation mechanisms. 
 
Support structure for women 
 
One of the issues raised by female respondents was the lack of a support for 
women, especially those who are in the environments that are still male dominated. 
One of the structures that would assist in this regard is the Women’s Network. One 
of the reasons why the SAPS, as an organisation established the Women’s Network 
was to create a platform for women to converse with each other on issues that affect 
them as women and in the process provide support to each another. There is a dire 
need for patrons of the Women’s Network, i.e. the top senior women, as well as the 
national executive committee of the Network to ensure that support is continuously 
provided and an enabling environment created for women to converse among 
themselves. 
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5.7 Conclusion 
 
Although the SAPS has embraced and ensured the implementation of gender 
representation within its management echelon, as well as in all ranks within the 
organisation, there is still more work is to be done to improve the targets set by the 
Equity Employment Act. Particular attention must be made in the units/environments 
that were and are still male dominated, for example the Task Force, the National 
Intervention Unit, public order policing, various specialized units within detective 
services.  
 
Having women in these units will enhance policing and bring a different dimension to 
policing in a country that is viewed as violent, especially on crimes against women and 
children. 
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